Introduction
There are many differences between past and present organizations, managers are dealing with organizations that do not resemble the past. One of the key features of the new organization is their formation based on learning. Therefore, managers and employees are constantly learning and gaining new skills because the strength of each organization is proportional to amount of managers and employees training. Organizations previously lived in a stable environment and future events were pretty predictable, so that managers are able to plan in safe circumstances. But today, environment is rapidly changing and technological, economic, cultural and political changes quickly affected on organizations. Organization in order to survive, need to adapt to environmental changes and for adaptation, it have to make desirable change due to reach its goals. One of the presented strategies that respond to the rapid changes and complexity in the last decade is an idea of a learning organization. In this era only dynamic organization can be survived. (Asgari, 1383) Learning Organization is a place "where people continually expand their capacity to create the results they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration is set to free, and where people are continually learning how to learn together" (senge 2006, p.3). Since the municipal as one of the pillars of society have to be pioneer, development and institutionalization of learning organization on this important and impressive organization can in addition of its positive effects on self-organization may also have frequent positive effects on output. On this paper we are looking for evaluating status of Saveh municipal due to entitlement on five primary characteristics of a learning organization Peter Senge's models.
II. Learning Organization
Organizations depending on their specifications can be divided as in the following 
Declining Organizations
In declining organizations emphasis neither learning nor acting. Such organizations, are only existed for the sake of receiving annual budget traditionally without any remarkable oversight on them. Obviously, these organizations can be found in state sector.
Pragmatic Organizations
Pragmatic organizations are resulted of short-time and limited thought and attitude. Constant slogan of managers in such organizations is further work. In these organizations are tried to fill deficiencies of knowledge and expertise by work hard.
Ceremonial Organizations
The ceremonial organizations are more into "Talking" rather than "action". Usually there are no new knowledge and scientific progress that managers of these organizations be unaware of it. It can be said dominant vision of the Ceremonial Organization is "learning for learning".
Learning organization
Learning organization is process of the both Science and practice. In learning organization, teaching and learning, neither "neglected" like pragmatic organization nor "targeted" Ceremonial organization. "Learning not for learning, but also for the improvement and development". (Ghahramani, 1380, 79-81) III.
Principles of Learning Organization
Senge's (1386) has been founded an idea of a learning organization base on five principles: 1-Personal mastery, 2-Mental models, 3-Building shared vision, 4-Team learning and 5-Systems thinking.
Personal Mastery
Organizations learn only through individuals who learn. Individual learning does not guarantee organizational learning. But without it no organizational learning occurs" (Senge 1990: 139) . Personal mastery is the discipline of continually clarifying and deepening our personal vision, of focusing our energies, of developing patience, and of seeing reality objectively". It goes beyond competence and skills, although it involves them. It goes beyond spiritual opening, although it involves spiritual growth. Mastery is seen as a special kind of proficiency. It is not about dominance, but rather about calling. Vision is vocation rather than simply just a good idea.
People with a high level of personal mastery live in a continual learning mode. They never "arrive". Sometimes, language, such as the term "personal mastery" creates a misleading sense of definiteness, of black and white. But personal mastery is not something you possess. It is a process. It is a lifelong discipline. People with a high level of personal mastery are acutely aware of their ignorance, their incompetence, their growth areas. And they are deeply self-confident. Paradoxical? Only for those who do not see the "journey is the reward". (Senge 1990: 142) 
Mental Models
These are "deeply ingrained assumptions, generalizations, or even pictures and images that influence how we understand the world and how we take action" (Senge 1990: 8) .The discipline of mental models starts with turning the mirror inward; learning to unearth our internal pictures of the world, to bring them to the surface and hold them rigorously to scrutiny. It also includes the ability to carry on "learningful" conversations that balance inquiry and advocacy, where people expose their own thinking effectively and make that thinking open to the influence of others. (Senge 1990: 9) If organizations are to develop a capacity to work with mental models then it will be necessary for people to learn new skills and develop new orientations, and for theirs to be institutional changes that foster such change. "Entrenched mental models… thwart changes that could come from systems thinking". Moving the organization in the right direction entails working to transcend the sorts of internal politics and game playing that dominate traditional organizations. In other words it means fostering openness (Senge 1990: 273-286) . It also involves seeking to distribute business responsibly far more widely while retaining coordination and control. Learning organizations are localized organizations.
Building Shared Vision
Peter Senge starts from the position that if any one idea about leadership has inspired organizations for thousands of years, "it"s the capacity to hold a share picture of the future we seek to create" (1990: 9). Such a vision has the power to be uplifting -and to encourage experimentation and innovation. Crucially, it is argued, it can also foster a sense of the long-term, something that is fundamental to the "fifth discipline". When there is a genuine vision (as opposed to the all-to-familiar "vision statement"), people excel and learn, not because they are told to, but because they want to. But many leaders have personal visions that never get translated into shared visions that galvanize an organization.
The practice of shared vision involves the skills of unearthing shared "pictures of the future" that foster genuine commitment and enrolment rather than compliance. In mastering this discipline, leaders learn the counter-productiveness of trying to dictate a vision, no matter how heartfelt. (Senge 1990: 9) Visions spread because of a reinforcing process. Increased clarity, enthusiasm and commitment rub off on others in the organization. "As people talk, the vision grows clearer. As it gets clearer, enthusiasm for its benefits grow". There are "limits to growth" in this respect, but developing the sorts of mental models outlined above can significantly improve matters. Where organizations can transcend linear and grasp system thinking, there is the possibility of bringing vision to fruition.
Team Learning
This is a discipline of group interaction. Through techniques like dialogue and skillful discussion, teams transform their collective thinking, learning to mobilize their energies and ability greater than the sum of individual members' talents. The icon symbolizes the natural alignment of a learning-oriented team as the flight of a flock of birds.
Such learning is viewed as "the process of aligning and developing the capacities of a team to create the results its members truly desire" (Senge 1990: 236) . It builds on personal mastery and shared vision -but these are not enough. People need to be able to act together. When teams learn together, Peter Senge suggests, not only can there be good results for the organization, members will grow more rapidly than could have occurred otherwise.
Systems Thinking
In this discipline, people learn to better understand interdependency and change, and thereby to deal more effectively with the forces that shape the consequences of our actions. Systems thinking is based upon a growing body of theory about the behavior of feedback and complexity-the innate tendencies of a system that lead to growth or stability over time. Tools and techniques such as systems archetypes and various types of learning labs and simulations help people see how to change systems more effectively, and how to act more in tune with the larger processes of the natural and economic world. The circle in this icon represents the fundamental building block of all systems: the circular feedback loop underlying all growing and limiting processes in nature.
It is the discipline that integrates the others, fusing them into a coherent body of theory and practice. Systems theory"s ability to comprehend and address the whole, and to examine the interrelationship between the parts provides, for Peter Senge, both the incentive and the means to integrate the disciplines.
Peter Senge advocates the use of "systems maps" diagrams that show the key elements of systems and how they connect. However, people often have a problem "seeing" systems, and it takes work to acquire the basic building blocks of systems theory, and to apply them to your organization. On the other hand, failure to understand system dynamics can lead us into "cycles of blaming and self-defense: the enemy is always out there, and problems are always caused by someone else. 
IV. Case Study: Municipality of Saveh
This research, based on objective-oriented Categorizing, is considered as an applied research because its aim is to answer a question by presenting its application in problem solving. Statistical society is consisted of all employees working in universities, subordinate organizations and headquarter municipality in total 400 person. The sample size was determined 67 person by using the following formula: N= 400, P= 0.5, q=(1-P), d= 0.8, Z=1.96
Cronbach's alpha was used to calculate the reliability coefficient. By distributing 12 primary Questionnaire, Cronbach's alpha was calculated for each fifth discipline and high credit results was gained.
Considering the highest and lowest weight of each question with five and zero, spectrum is also a three part then:
If mean resulted was been between zero and 1.67, the status would be undesirable; if mean resulted was been between 1.67 to 3.33, the status would be relatively desirable; and if mean resulted was been between 3.33 to 5, the status would be desirable.
Questionnaires have had 41 questions that 7 question have been related with personal mastery, 7 questions have been related with mental models, 9 questions have been related with Building Shared Vision, 12 questions have been related with Team Learning and 6 questions have been related with Systems Thinking. To ensure that the sample results are generalizable to the statistical society, T-test have been used for each of the five disciplines. 
Statistical Analysis

Mental Models
Thus it can be concluded that there are no statistically significant difference between current and desired status in accordance with Peter Senge's mental models discipline of learning organization in municipality of Saveh and finally the status is relatively desirable. 
Building Shared Vision
Thus it can be concluded that there are no statistically significant difference between current and desired status in accordance with Peter Senge's building shared vision discipline of learning organization in municipality of Saveh and finally the status is relatively desirable. 
Total Status
As it is shown in table 9, the total status of municipality of Saveh is relatively desirable that mental models have got maximum desirability (2.98) and both personal mastery and team learning have got minimum desirability (2.65). (Figure 2) 
V. Conclusion
The main purpose of this paper was evaluating current and desired status in learning organization characteristics municipality of Saveh. The research findings has been showed that there are significant differences between current and desired status in terms of learning organization characteristics. Generally the most important infrastructure needed to create a learning organization can be summarized thus:
 Strong, open, participative and understanding organizational culture that promotes learning and innovation.  Leaders and staff with shared vision, empowered and learning supportive characteristics.  Creating a dynamic, organic, flat and with minimal hierarchy organizational structures.  Transition from partial visual to holistic view and see the organization as an integrated whole.
Studies have shown to promote the current status into deserves status, it is needed to create an attraction for individuals to be more creative and innovative. Development of personal mastery is a continuous process oversee of all things that not exist in humans. Should be considered using information and communication technologies caused continual awareness of the internal and external organization"s environment.
The municipality must provide circumstances to teach managers and staff due to assay their mental models without provoking defensive mechanism and explain arguments that has made them unique. Also it should motivate managers and staff in order to test emphasized theories. For achieving such capacities, municipalities have to modify beliefs and mental models that has prevented to implement new theories and knowledge in municipality.
The results of this paper emphasis the fact that the goals and objectives are formulating in another place which has been conveyed according to guidelines and style sheets; and this is conduct of traditional organizations. In such organizations employees have not felt, in their Role Playing, they need to act as a team and help each other anymore.
At the end as Pedlar and colleagues (1988) mentioned, the learning organization is really an idealistic position. The possibility to observe it as a meaningful concept is rare and that is why it is more than a definition in a learning organization. Generally the changes in process of turning to learning organization are like the waves in a cup of tea; in other words the learning organization is making the waves in the culture base. The managers on these organizations need to create a culture with the base of critics, research, innovation and learning.
